ジンジセイドカイテイヲツウジタジュウギョウインノタイドケイセイニツイテノコウサツニホンニオケルキギョウナイジンジマイクロデータヲモチイタジッショウブンセキ by オカジマ, ユウコ & 岡嶋, 裕子
Osaka University
Title
THE FORMATION OF EMPLOYEE BEHAVIOR
THROUGH THE HRM-SYSTEM REFORMS : EMPIRICAL
STUDIES USING INTRA-FIRM MICRO DATA IN JAPAN
Author(s)岡嶋, 裕子
Citation
Issue Date
Text Versionnone
URL http://hdl.handle.net/11094/56011
DOI
Rights
THE FORMATION OF EMPLOYEE BEHAVIOR 
THROUGH THE HRM-SYSTEM REFORMS: 
EMPIRICAL STUDIES USING INTRA-FIRM MICRO DATA IN JAPAN
This dissertation analyzes what contributed to employee behavior in Japanese business firms 
between 2004 and 2013, the period during which personnel systems reforms took place in Japan. 
Using a subjective dataset on employees matched with HR micro-data and other company 
information, a detailed examination was conducted. The resulting analysis focused on the 
employee perception of wage level and wage change. Perceptions of a particular wage item in 
terms of a wage increase was also discussed. Furthermore, the importance of supervisors, a topic 
often debated from the operational standpoint of personnel system but on which limited empirical 
research has been explored. 
Chapter 1 explores the attitude formation associated with wage fluctuation and how the gap 
between the actual annual salary and consented wage for expected work changes. Using the 
employer-employee survey dataset of multiple companies from varied industries provided by the 
JILPT, the investigation revealed that the tolerance for wage changes and effective HR actions 
varies according to the relative wage level. In particular, staff and managers with a relatively high
wage level were tolerant to the risk associated with a wage change by widening the wage 
disparity. In addition, being satisfied with opportunities to expand the scope of their work and to 
develop their skills and abilities had positive effects on their attitude toward a wage change.
Hence, how do a wage raise and the reasons for it impact job satisfaction? Chapter 2 reveals 
the changes that took place as a result of the “gift-exchanged” effect in a particular Japanese firm 
with around 500 employees, using employee salary data for the first nine years, including the year 
of the wage system changes and the eight years that followed. When the unexpected extra wage 
raise happened to all employees because of the pay system reform, it was confirmed empirically
that the increase in satisfaction that occurred as a result of that special salary increase as a "gift 
effect" was extinguished in the third year. For another analysis using the same dataset, the impact
of a small allowance raise that was unrelated to the job but continuously paid remained
significant.
Chapter 3 investigates whether supervisors can enhance their subordinates’ performances 
using an eight-wave panel dataset of a medium-sized Japanese firm which I examine in Chapter 2 
as well. About 40 supervisors were matched to their subordinates, and the evaluation outcomes 
were used to evaluate the workers’ performance in both blue-collar and white-collar occupations.
The results showed that “boss effects” were heterogeneous, displayed a one-year lag, and lasted 
for 2 years. It was also found that these effects remained significant, even when employees were 
assigned new/different supervisors.
Chapter 4 analyzes the effects of supervisors' behavior toward employee satisfaction (ES) 
during a period of personnel system reform. Using a four-wave panel dataset composed of ES 
survey data matched with the personnel micro-dataset in one particular Japanese firm, two main 
findings were revealed. First, all of the five supervisors' behaviors in workplace that were 
analyzed in this study showed themselves to have positive effects on ES (for overall, working 
conditions, and job satisfaction). Second, it was proved that certain types of training for
supervisors improve their behavior in the workplace. The results indicated that the outcome of 
personnel system reform should be examined by not only considering the design of the system but 
also the actual behavior of the supervisors throughout the renewal-system operation.
2004 2013
1
2
3
3
4 3
